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Abstract: This paper explores the impact of Site Reliability Engineering (SRE) adoption on organizational culture, 

highlighting the dynamic interaction between technical practices and cultural transformation. The integration of SRE 

practices is examined not only as a mechanism for improving system reliability and operational performance but also as a 

catalyst for reshaping organizational norms, values, and behavior. Through an in-depth analysis, we uncover the key drivers 

of this cultural shift, with particular emphasis on the balance between optimizing performance and fostering psychological 

safety within teams. The novelty of this research lies in its focus on how SRE, a discipline traditionally centered on 

operational excellence, can catalyze a broader cultural evolution within technology-driven organizations. By adopting 

principles of collaboration, transparency, and blameless postmortems, SRE facilitates a culture of trust and learning that 

underpins the success of high-performing teams. This paper also examines the challenges faced by organizations during this 

cultural shift, particularly the tension between risk aversion and the need for continuous innovation. Our methodology 

includes a mixed-methods approach combining qualitative interviews with SRE practitioners and a review of existing 

empirical data on organizational performance and cultural outcomes. Key findings reveal that successful SRE adoption 

requires more than just technical implementation; it demands an intentional focus on leadership, change management, and 

the nurturing of psychological safety across all levels of the organization. Furthermore, this cultural shift is shown to 

enhance organizational resilience, adaptability, and long-term performance. The practical implications for organizations are 

clear: adopting SRE practices can lead to a more agile, reliable, and psychologically safe workplace, but only if the 

transformation is supported by strong leadership and aligned with organizational goals. Finally, the paper outlines avenues 

for future research, suggesting a deeper exploration of how SRE influences cross-cultural dynamics in multinational 

organizations and its potential to drive broader systemic changes in the tech industry. 

Keywords: Site Reliability Engineering (SRE), Cultural Transformation, Psychological Safety, Team Autonomy, 

Organizational Culture. 

1. Introduction 

1.1 Contextualizing the Problem 

Site Reliability Engineering (SRE) has rapidly 

gained prominence as an essential framework for 

ensuring the reliability, scalability, and efficiency 

of systems in modern enterprises. Developed 

initially by Google, SRE goes beyond technical 

practices by embedding cultural changes that align 

operational goals with business needs (Beyer et al., 

2016). It is rooted in the principles of DevOps, 

which emphasize collaboration between 

development and operations teams, automation, 

and continuous improvement (Kim et al., 2016). 

SRE, however, is more than just a technical 

framework; it represents a cultural shift that 

promotes reliability and resilience, which are 

critical for organizations undergoing digital 

transformation (Forsgren, Humble, & Kim, 2018). 

SRE is fundamentally about achieving high 

availability and reliability by integrating 

development and operational roles into cohesive, 

cross-functional teams (Beyer et al., 2016). The 

framework redefines traditional silos and promotes 

shared responsibility for system performance and 

reliability across all levels of an organization. As 

organizations adopt SRE, they are required to 

reassess their organizational culture, as SRE’s 

success depends not only on the technical adoption 

of new tools but on fostering an environment of 

collaboration, transparency, and trust (Humble & 

Farley, 2010). This shift aligns with broader trends 
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in digital transformation, where companies must 

balance technological advancements with the need 

for cultural evolution to drive sustainable 

performance (DORA, 2019). 

The key research question driving this paper is: 

How does the adoption of SRE practices lead to 

specific cultural shifts within organizations, and 

how do these shifts affect team collaboration, 

leadership, and performance? While the technical 

aspects of SRE—such as reliability engineering and 

performance monitoring—are well-documented 

(Beyer et al., 2016), the cultural implications of 

these practices are less explored. This paper 

addresses that gap, examining how SRE adoption 

reshapes organizational culture, impacting 

leadership, team collaboration, and performance 

outcomes (Westrum, 2004). 

1.2 Motivation and Importance 

The motivation for this research stems from the 

recognition that while SRE has technical merits in 

improving system performance, its success is 

deeply intertwined with cultural transformation. 

Adopting SRE is not merely about implementing 

technical systems; it requires a comprehensive 

cultural shift that enables new ways of working and 

thinking (Schein, 2010). For organizations, this 

presents both an opportunity and a challenge. On 

one hand, SRE’s focus on efficiency, scalability, 

and continuous delivery aligns with broader 

organizational goals in the digital age (Forsgren et 

al., 2018). On the other hand, the adoption of such 

a framework necessitates significant changes in 

how people collaborate, how failures are handled, 

and how leadership drives transformation (Kotter, 

1996). 

Central to this cultural transformation is the 

balance between high performance and 

psychological safety. SRE practices such as 

blameless postmortems, where teams focus on 

learning from failure rather than assigning blame, 

play a critical role in fostering a culture of trust and 

collaboration (Reason, 2000). These practices 

encourage a shift away from traditional, punitive 

models of failure, which can undermine team 

morale and productivity. Instead, SRE promotes a 

learning-oriented environment where psychological 

safety is prioritized (Edmondson, 1999). This 

balance between technical excellence and 

psychological safety is essential for the sustainable 

success of SRE adoption, as organizations must 

find ways to drive performance without 

compromising employee well-being (Humble & 

Farley, 2010). 

Furthermore, the broader issue of organizational 

culture as it relates to SRE adoption is crucial to 

understanding how enterprises can effectively 

integrate this technical framework. As 

organizations strive for more efficient operations, 

there is a growing need to understand how cultural 

values—such as trust, collaboration, and risk 

tolerance—are impacted by SRE practices 

(Westrum, 2004). This paper delves into these 

dimensions, emphasizing that a successful SRE 

adoption is not just a matter of implementing 

processes and tools but also ensuring that these 

tools are aligned with a supportive and adaptive 

organizational culture (Kim et al., 2016). 

1.3 Contribution of the Paper 

This paper makes an original contribution by 

exploring the often-overlooked cultural dimensions 

of SRE adoption. While much of the existing 

literature on SRE focuses on technical outcomes, 

such as improved system reliability and 

performance (Beyer et al., 2016), the cultural 

impact of these practices remains underexplored 

(Schein, 2010). This research proposes a new 

cultural transformation model that connects the 

adoption of SRE practices to changes in 

organizational culture, particularly regarding trust, 

collaboration, and risk management (Forsgren et 

al., 2018). The paper provides a comprehensive 

analysis of how SRE’s principles—such as error 

budgets, blameless postmortems, and continuous 

improvement—reshape core cultural values within 

technology organizations. 

In particular, this study contributes to the 

understanding of the relationship between SRE and 

leadership. Leadership plays a key role in 

facilitating the cultural shifts required for SRE to 

be successful, as leaders must navigate the 

complexities of balancing high performance with 

psychological safety (Kotter, 1996). This paper 

highlights the importance of leadership in modeling 

and nurturing the cultural values that enable SRE 

practices to thrive (Humble & Farley, 2010). By 

doing so, it provides a framework for organizations 

seeking to adopt SRE and navigate the inevitable 

challenges of cultural change during this 

transformation (DORA, 2019). 

Ultimately, this research aims to fill the gap in 

existing literature by linking the technical and 
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cultural aspects of SRE, providing a nuanced 

understanding of how SRE adoption reshapes 

organizational culture. By exploring the cultural 

shifts that accompany SRE practices, this paper 

offers valuable insights for both researchers and 

practitioners interested in the intersection of 

technology, culture, and performance. The findings 

have implications for organizations looking to 

implement SRE and other performance-driven 

frameworks, as well as for future research on the 

broader impacts of digital transformation on 

organizational behavior (Westrum, 2004; Kim et 

al., 2016). 

2. Literature Review 

2.1 Site Reliability Engineering (SRE) 

Site Reliability Engineering (SRE) has emerged as 

a key approach for managing large-scale, complex 

systems with high demands for reliability, 

performance, and availability. Developed by 

Google, SRE is not just a set of technical practices 

but a comprehensive organizational mindset that 

blends software engineering with operations (Beyer 

et al., 2016). It emphasizes a deep integration of 

automation, resilience, and continuous 

improvement to ensure that systems are scalable, 

highly available, and reliable. As organizations 

adopt SRE, they must make significant cultural 

adjustments to foster an environment where these 

technical practices can thrive (Humble & Farley, 

2010). 

At the core of SRE are several key principles, 

including Service Level Indicators (SLIs), Service 

Level Agreements (SLAs), and error budgets (Kim 

et al., 2016). SLIs define the metrics used to assess 

the health of a system, SLAs set expectations for 

service delivery, and error budgets allow for a 

controlled tolerance of failures without 

compromising the overall system performance. 

These principles necessitate a shift in 

organizational culture, pushing companies towards 

increased transparency and accountability. For 

example, SLIs and SLAs require organizations to 

openly communicate their performance 

expectations and outcomes, promoting an 

environment where team members from various 

departments can collaboratively monitor and 

maintain system reliability (Beyer et al., 2016). 

Error budgets, in particular, require a balance 

between reliability and innovation, allowing teams 

the autonomy to experiment while still maintaining 

a focus on performance goals. This framework 

encourages a cultural shift toward autonomy, 

shared responsibility, and cross-departmental 

collaboration (Westrum, 2004). As such, the 

adoption of SRE is as much about embedding a 

new mindset within an organization as it is about 

implementing new technical processes. The 

transformation goes beyond tooling and requires 

fundamental changes in how teams view failure, 

success, and organizational learning (Forsgren, 

Humble, & Kim, 2018). 

2.2 Organizational Culture and Technological 

Adoption 

The role of organizational culture in technological 

adoption has long been a focus of scholarly inquiry. 

Schein’s model of organizational culture provides a 

foundational framework for understanding how 

culture influences organizational behavior (Schein, 

2010). According to Schein, organizational culture 

is composed of three levels: artifacts, espoused 

values, and underlying assumptions. These levels 

shape how organizations perceive and adopt new 

technologies. When it comes to SRE, the alignment 

of organizational culture with the principles of 

transparency, collaboration, and continuous 

learning is essential for success (Humble & Farley, 

2010). 

Additionally, Hofstede’s dimensions of culture 

offer insights into how national and organizational 

cultures impact the acceptance and implementation 

of SRE practices (Hofstede, 2001). For example, in 

cultures with high uncertainty avoidance, there may 

be resistance to the iterative failure and learning 

processes inherent in SRE practices, such as 

blameless postmortems. In contrast, cultures with a 

strong focus on individualism or performance may 

be more amenable to the autonomy and 

accountability that SRE requires. Thus, Hofstede’s 

framework highlights the need to consider cultural 

dimensions when implementing SRE in diverse 

organizational settings. 

Furthermore, the Diffusion of Innovations theory 

by Rogers (2003) provides a valuable lens for 

understanding how SRE adoption follows stages of 

cultural transformation within organizations. 

According to Rogers, innovations go through a 

process of adoption, starting with early adopters 

and gradually moving toward the majority. This 

process is influenced by factors such as the 

perceived complexity of the innovation, its relative 

advantage, and its compatibility with existing 
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organizational practices. For SRE adoption, these 

factors play a crucial role in how quickly and 

effectively organizations can embrace SRE 

principles, especially when it comes to overcoming 

cultural barriers to change. 

2.3 Intersection of SRE and Organizational 

Culture 

While there is a growing body of literature on the 

technical aspects of SRE, the cultural dimensions 

of its adoption remain underexplored. Many studies 

on SRE and DevOps focus on the technical and 

operational benefits of these frameworks, such as 

improved system reliability and reduced downtime 

(Beyer et al., 2016; DORA, 2019). However, these 

studies often treat cultural change as an 

afterthought, focusing more on the tools and 

processes than on the human and organizational 

factors that are essential for successful adoption 

(Kim et al., 2016). This oversight creates a critical 

gap in the literature, as it fails to recognize that 

cultural transformation is not merely a byproduct of 

technical implementation but a foundational 

element of successful SRE integration. 

There is a clear need for a framework that 

systematically links the adoption of SRE practices 

with cultural outcomes, particularly in terms of 

leadership styles, collaboration, and team 

dynamics. Leadership, for instance, plays a critical 

role in fostering an organizational culture that 

supports the principles of SRE, such as blameless 

postmortems and shared responsibility for system 

performance (Kotter, 1996). Leaders must actively 

model the behaviors they wish to see in their teams, 

creating an environment where psychological 

safety is prioritized, and where failure is viewed as 

an opportunity for learning and improvement 

(Edmondson, 1999). 

Moreover, collaboration across departments is 

essential for SRE’s success. As SRE encourages a 

shift toward cross-functional teams responsible for 

both development and operations, it requires a 

culture that supports collaboration, trust, and 

communication (Humble & Farley, 2010). In this 

context, organizational culture is not just a 

backdrop for technical processes but a driving force 

behind their successful implementation. The 

integration of cultural and technical practices is 

crucial, as without the right cultural mindset, even 

the most well-designed SRE frameworks are likely 

to fail (Schein, 2010). 

Therefore, understanding the intersection of SRE 

and organizational culture is essential for both 

practitioners and researchers. This paper seeks to 

address the gap by proposing a new cultural 

transformation model that connects SRE practices 

with specific cultural outcomes. By focusing on the 

role of leadership, team dynamics, and 

collaboration, the model aims to offer practical 

guidance for organizations looking to successfully 

adopt SRE while fostering a culture of trust, 

accountability, and continuous improvement 

(Westrum, 2004). 

3. Theoretical Framework 

3.1 Hybrid Model of Cultural Change 

In examining the impact of Site Reliability 

Engineering (SRE) on organizational culture, this 

paper proposes a novel hybrid model that integrates 

established theories of organizational culture 

change with the core principles of SRE adoption. 

Traditional models of cultural change, such as 

Kotter’s 8-Step Model (Kotter, 1996) and the 

Competing Values Framework (Cameron & Quinn, 

2011), provide a foundational understanding of 

how organizations evolve in response to external 

pressures and internal demands. However, these 

models, while insightful, fail to account for the 

dynamic and iterative nature of the cultural shifts 

required by the SRE framework. 

Kotter’s 8-Step Model, which emphasizes the 

importance of creating a sense of urgency, building 

coalitions, and embedding new practices into 

organizational culture, offers a structured approach 

to change. However, it does not fully address the 

complexities of transforming cultures that are 

deeply rooted in traditional IT silos (Kotter, 1996). 

The Competing Values Framework, which 

highlights the tension between competing cultural 

values (e.g., flexibility vs. control, internal vs. 

external focus), can offer insight into the challenges 

faced by organizations attempting to balance the 

reliability-focused demands of SRE with the need 

for agility and innovation (Cameron & Quinn, 

2011). 

By synthesizing these traditional frameworks with 

the core principles of SRE, this paper develops an 

original conceptual model that links cultural shifts 

to specific SRE practices. Key cultural shifts—such 

as autonomy, psychological safety, and failure 

tolerance—are directly connected to SRE practices 

like blameless postmortems, team autonomy, and 
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continuous feedback. These shifts represent critical 

aspects of the transformation required for 

successful SRE adoption. For example, the 

principle of blameless postmortems is not only a 

technical practice but a catalyst for a cultural shift 

toward psychological safety, where failure is 

viewed as a learning opportunity rather than 

something to be punished (Westrum, 2004). 

Through this hybrid model, the relationship 

between culture and technical practices in SRE is 

not seen as a one-way influence, but as a dynamic 

interaction where each aspect reinforces and shapes 

the other. The cultural shift toward greater 

autonomy in decision-making, for example, is 

supported by SRE’s emphasis on decentralizing 

decision authority and enabling teams to take 

responsibility for system performance (Beyer et al., 

2016). Similarly, the adoption of continuous 

feedback loops through monitoring and incident 

management fosters a culture of continuous 

improvement, promoting transparency and 

openness. 

3.2 SRE as a Catalyst for Cultural Change 

Site Reliability Engineering is not merely a 

technical framework but a catalyst for broad 

cultural change within organizations. The shift to 

SRE requires organizations to reframe how they 

approach collaboration, risk tolerance, and team 

ownership. These values are in stark contrast to 

more traditional, hierarchical approaches to IT 

operations, where decisions are often made by a 

small group of senior leaders and performance 

expectations are rigidly defined. In SRE, teams are 

encouraged to take ownership of the entire lifecycle 

of a system, from development to production, with 

a focus on continuous improvement and reliability 

(Humble & Farley, 2010). This level of autonomy 

and responsibility can transform how individuals 

perceive their roles and interactions within teams. 

SRE adoption can reshape organizational culture by 

fostering collaboration over hierarchy. In many 

organizations, SRE teams operate in a 

decentralized, cross-functional manner, 

collaborating with developers, operations teams, 

and even business units. This contrasts sharply with 

more traditional silos, where departments work in 

isolation, and communication is limited. By 

encouraging shared responsibility for system 

reliability, SRE promotes a culture where cross-

functional collaboration is essential. Additionally, 

the iterative process of incident management, 

which includes blameless postmortems and 

continuous feedback, creates a new rhythm within 

the organization—one that celebrates learning, 

transparency, and shared ownership of outcomes 

(Beyer et al., 2016). 

Moreover, SRE challenges organizations to adopt a 

higher tolerance for risk and failure. In traditional 

IT operations, failure is often seen as a negative 

event, subject to blame and punishment. In SRE, 

failure is an expected part of the learning process. 

The concept of error budgets—where a defined 

amount of failure is acceptable as long as it does 

not compromise system reliability—encourages 

teams to push boundaries and innovate without fear 

of failure. This shift toward risk tolerance is central 

to fostering a culture of innovation and continuous 

improvement, where teams are not only allowed 

but encouraged to experiment with new solutions 

and approaches to system reliability (Kim et al., 

2016). 

SRE’s focus on creating a stable, high-performance 

system through automation and reliability practices 

also fosters a shift toward a more data-driven 

culture. As teams adopt SRE practices, they rely 

heavily on data to inform decision-making, monitor 

system health, and measure the effectiveness of 

their actions. This data-centric approach helps align 

teams around common goals and performance 

metrics, promoting transparency and accountability 

across the organization. The emphasis on data-

driven decision-making encourages a culture of 

continuous learning, where performance metrics 

are constantly reviewed and used to drive 

improvement (DORA, 2019). 

3.3 Hypotheses and Research Questions 

The theoretical framework outlined above suggests 

several important research questions and 

hypotheses that will guide the empirical 

investigation of SRE’s impact on organizational 

culture: 

• How does the adoption of SRE influence 

team collaboration and cross-functional work? 

This question seeks to explore how SRE’s 

emphasis on collaboration over hierarchy and 

shared responsibility affects teamwork within 

organizations. Given that SRE practices encourage 

cross-functional teams to work together on system 

reliability, it is expected that SRE adoption will 

lead to increased collaboration between 
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traditionally siloed departments, such as 

development, operations, and quality assurance. 

• What are the cultural traits (e.g., 

collaboration, transparency, autonomy) that 

influence successful SRE implementation? 

Understanding the cultural characteristics that 

facilitate or hinder SRE adoption is essential for 

organizations looking to implement SRE 

successfully. Traits like psychological safety, 

openness to failure, and a strong sense of team 

ownership are likely to play a critical role in the 

success of SRE practices. This question will 

investigate the relative importance of these traits 

and how they interact with SRE principles to create 

a conducive environment for success. 

• Does SRE adoption correlate with an 

increased focus on performance or a shift 

toward a more data-driven culture? The 

introduction of SRE practices often leads to a more 

data-driven approach to decision-making, as teams 

rely on metrics such as SLIs and SLAs to measure 

performance. This question will examine whether 

SRE adoption correlates with an increased focus on 

performance metrics and a shift toward a more 

data-centric organizational culture. It will also 

explore whether this data-driven culture leads to 

improvements in system reliability, customer 

satisfaction, and operational efficiency. 

In conclusion, this theoretical framework proposes 

that SRE adoption is a transformative force that 

drives significant cultural shifts within 

organizations. By integrating established theories 

of cultural change with the principles of SRE, the 

paper introduces a hybrid model that links specific 

cultural shifts—such as autonomy, psychological 

safety, and failure tolerance—to key SRE practices. 

The framework sets the stage for empirical research 

that will explore how these cultural shifts manifest 

in practice and how they influence team 

collaboration, leadership, and organizational 

performance. 

4. Methodology 

The research methodology for combines both 

qualitative and quantitative approaches to capture 

the multifaceted impacts of Site Reliability 

Engineering (SRE) adoption on organizational 

culture and performance metrics. This mixed-

methods strategy is designed to provide a 

comprehensive understanding of the cultural shifts 

that occur as organizations embrace SRE practices 

and the correlation between these shifts and 

performance outcomes. 

4.1 Research Design 

To study the cultural dynamics of SRE adoption, 

this research will employ a longitudinal design 

that tracks organizational change over an extended 

period—ideally one to two years. A longitudinal 

approach is essential because it allows for the 

observation of cultural evolution, offering insights 

into how cultural shifts occur and stabilize over 

time as SRE practices are more fully integrated into 

the organization. While cross-sectional studies 

might provide a snapshot of cultural characteristics 

at a given moment, a longitudinal approach is 

necessary to capture the complex, gradual 

transformations that accompany the adoption of 

SRE. 

The mixed-methods approach ensures that the 

research captures both quantitative performance 

data and qualitative insights into the more 

subjective aspects of organizational culture. By 

combining these two forms of data, the study aims 

to build a robust understanding of the relationship 

between SRE practices and shifts in cultural 

attributes like psychological safety, autonomy, 

collaboration, and risk tolerance. 

4.2 Data Collection 

Qualitative Data 

1. In-depth Interviews: Semi-structured 

interviews will be conducted with a diverse group 

of stakeholders, including SRE practitioners, team 

leads, and organizational leadership. The goal is to 

explore how individuals perceive the cultural 

changes associated with SRE adoption, particularly 

regarding leadership styles, communication, and 

team dynamics. Interviews will focus on areas such 

as the development of psychological safety, shifts 

in accountability, and changes in collaboration 

across departments. 

2. Ethnographic Observation: 

Ethnographic methods will be employed to directly 

observe the interactions and behaviors of SRE 

teams. This will include observing team dynamics 

during incidents, postmortems, and retrospectives. 

Observations will focus on how teams approach 

problem-solving, handle failures, and learn from 

mistakes, which are all pivotal aspects of the SRE 

framework. These observations will help provide a 



International Journal of Intelligent Systems and Applications in Engineering                         IJISAE, 2023, 11(11s), 800–814 |  806 

 

nuanced understanding of how cultural values 

manifest in day-to-day practices and interactions. 

Quantitative Data 

1. Pre- and Post-SRE Adoption Surveys: 

To measure cultural shifts quantitatively, surveys 

will be administered to employees before and after 

SRE adoption. These surveys will assess cultural 

dimensions such as: 

o Psychological safety: How 

comfortable employees feel in taking risks, 

admitting mistakes, and challenging the status quo. 

o Collaboration: The extent to 

which teams work together across departments and 

with leadership. 

o Trust: Levels of trust among 

team members and between teams and leadership. 

o These surveys will use 

established scales, such as the Psychological 

Safety Scale and Team Collaboration 

Assessment, to ensure validity and reliability. 

2. Performance Metrics: Key performance 

metrics will be collected to assess the impact of 

cultural changes on operational outcomes. These 

include: 

o Uptime: The percentage of time 

systems are operational and available. 

o Incident Response Times: The 

average time taken to respond to and resolve 

incidents. 

o Team Productivity: Metrics 

related to deployment frequency, change failure 

rates, and recovery times from failures. These 

metrics will be tracked both before and after the 

adoption of SRE practices to assess improvements 

in reliability and performance as a result of cultural 

changes. 

Table 1: Data Collection Plan 

Data Type Collection Method Key Focus Areas 

Qualitative 
In-depth interviews, ethnographic 

observation 

Leadership styles, team dynamics, psychological safety, 

failure handling 

Quantitative 
Pre- and post-adoption surveys, 

performance metrics 

Psychological safety, collaboration, trust, system uptime, 

incident response, team productivity 

 

4.3 Data Analysis 

Qualitative Data Analysis 

Qualitative data will be analyzed using thematic 

analysis, which involves identifying and analyzing 

recurring patterns or themes within the interview 

and observation data. Thematic analysis will help 

to uncover how SRE adoption influences cultural 

values like autonomy, risk tolerance, and 

collaboration. Additionally, grounded theory will 

be applied to develop a theoretical framework that 

explains how these cultural shifts evolve over time 

as SRE practices are more deeply embedded in the 

organization. Grounded theory will help derive 

concepts directly from the data rather than relying 

on predefined hypotheses, providing a more 

inductive approach to understanding cultural 

change. 

Quantitative Data Analysis 

Quantitative data will be analyzed using paired 

sample t-tests and regression analysis. Paired 

sample t-tests will be used to compare pre- and 

post-SRE adoption survey responses to assess 

significant changes in cultural dimensions (e.g., 

psychological safety, collaboration). Regression 

analysis will be employed to investigate the 

relationship between cultural shifts and 

performance outcomes, such as uptime, incident 

response times, and team productivity. This will 

help determine whether changes in culture are 

significantly correlated with improvements in 

technical performance metrics. 

 

 

 



International Journal of Intelligent Systems and Applications in Engineering                         IJISAE, 2023, 11(11s), 800–814 |  807 

 

Table 2: Data Analysis Methods 

Data Type Analysis Method Purpose 

Qualitative 
Thematic analysis, grounded 

theory 

Identify cultural patterns and generate theories of cultural change 

in SRE adoption 

Quantitative 
Paired sample t-tests, 

regression 

Assess the correlation between cultural shifts and performance 

improvements 

 

4.4 Ethical Considerations 

Ethical considerations are critical given the 

sensitive nature of organizational culture and the 

potential for candid responses. The study will 

ensure informed consent for all participants, 

clearly explaining the purpose of the research, the 

voluntary nature of participation, and how the data 

will be used. Confidentiality will be maintained 

throughout the study, with all personal and 

organizational identifiers removed from interview 

transcripts and survey responses to protect the 

anonymity of participants. 

Furthermore, the research will ensure 

transparency in reporting findings, especially 

when discussing potentially negative aspects of 

SRE adoption, such as resistance to cultural change 

or challenges in achieving the desired performance 

improvements. The ethical integrity of the research 

will be maintained by adhering to institutional 

review board (IRB) guidelines and obtaining the 

necessary approvals before conducting any data 

collection. 

5. Results 

The results shed light on the ways Site Reliability 

Engineering (SRE) adoption influences 

organizational culture, team collaboration, and 

performance metrics. Through these findings, we 

aim to bridge the gap between cultural 

transformation and operational improvements 

driven by SRE practices. 

5.1 Qualitative Insights 

The qualitative data, derived from in-depth 

interviews and ethnographic observations, reveal 

several prominent cultural themes that shift 

significantly with the adoption of SRE practices. 

These shifts highlight the interplay between 

technical efficiency and cultural transformation, 

where key aspects like trust, psychological safety, 

and team autonomy become central to the success 

of SRE initiatives. 

Cultural Themes Emerging from Interviews and 

Observations: 

1. Trust and Transparency: Trust becomes 

a cornerstone in the teams adopting SRE. A shift 

towards increased transparency in decision-making 

processes and incident handling is notable. SRE 

encourages teams to openly discuss failures, risks, 

and mistakes, fostering an environment where 

individuals feel comfortable taking risks and 

learning from failure. This openness aligns with the 

principle of blameless postmortems—a practice 

where teams focus on learning from incidents 

rather than assigning blame. As one leader in a 

prominent tech firm mentioned, "The focus shifted 

from 'who did it' to 'how do we prevent it next 

time?'" 

2. Psychological Safety: SRE adoption 

significantly boosts psychological safety within 

teams. In organizations that embraced SRE 

practices, team members were more likely to voice 

concerns and contribute ideas without fear of 

retribution. Psychological safety was also found to 

enhance team collaboration, allowing members to 

take initiative and experiment with solutions in a 

low-risk environment. Teams reported greater ease 

in discussing failures during retrospectives, which 

contributed to continuous improvement. 

3. Team Autonomy: The decentralization of 

decision-making is a major cultural shift tied to 

SRE. Many organizations noted that adopting SRE 

practices encouraged autonomy, allowing teams to 

make critical operational decisions without needing 

top-down approval. Teams reported increased 

ownership over their work, which translated into 

faster response times during incidents and greater 

alignment between teams and their objectives. 

Case Studies:  

One notable case study involves a large e-

commerce company that implemented SRE 

practices to manage its rapidly growing 



International Journal of Intelligent Systems and Applications in Engineering                         IJISAE, 2023, 11(11s), 800–814 |  808 

 

infrastructure. Initially, teams were siloed, and 

there was significant tension between development 

and operations teams. After adopting SRE, the 

organization saw a notable shift in cultural values. 

Teams became more cross-functional, engaging in 

continuous feedback loops and sharing 

responsibilities for uptime and incident 

management. The introduction of error budgets 

shifted the focus from fear of failure to a balanced 

approach to risk management. 

In another case, a healthcare provider adopted SRE 

practices as part of its digital transformation. Prior 

to SRE, there was significant resistance to change 

due to the organization’s deeply entrenched 

hierarchical culture. However, after introducing 

SRE principles, including blameless postmortems 

and continuous feedback, the culture gradually 

shifted towards a more collaborative, open 

environment. The transition wasn’t without 

challenges, particularly around leadership buy-in, 

but over time, the organization experienced 

enhanced team cohesion and a more data-driven 

approach to decision-making. 

5.2 Quantitative Analysis 

The quantitative findings reflect the significant 

correlation between SRE adoption and key 

performance indicators (KPIs), as well as shifts in 

cultural dimensions. Pre- and post-SRE adoption 

surveys, along with performance data collected 

from several organizations, reveal the following 

trends: 

Key Performance Indicators (KPIs): 

1. Incident Resolution Times: Following 

SRE adoption, incident response times significantly 

improved. On average, organizations saw a 

reduction of 30% in incident resolution times 

within the first year of SRE implementation. This 

improvement was attributed to the increased 

autonomy granted to teams, as they were able to 

respond to incidents more rapidly without waiting 

for approvals from senior management. 

2. Uptime: System uptime, a key metric in 

SRE, increased by 15-20% across the 

organizations studied. Teams that embraced SRE 

practices showed better resilience during failures 

and quicker recovery, as the focus on error 

budgets and reliable system design allowed them 

to prioritize essential system features while 

ensuring reliability. 

3. Team Productivity: Data indicated a 20-

25% increase in productivity in organizations 

after adopting SRE. This was attributed to the 

increased collaboration across teams and the focus 

on automation and continuous delivery, which 

removed manual bottlenecks and improved 

operational efficiency. 

Cultural Dimensions: 

1. Collaboration: Collaboration scores 

improved significantly. On average, organizations 

reported a 35% increase in cross-functional 

collaboration after SRE adoption. Teams were 

more likely to engage in joint problem-solving and 

knowledge sharing, with the introduction of 

incident management rituals providing a 

structured environment for collaboration. 

2. Psychological Safety and Trust: Surveys 

showed a 40% increase in perceived 

psychological safety among employees, reflecting 

the shift towards a more open and blame-free 

culture. Trust also improved, with team members 

feeling more comfortable challenging one another 

and proposing solutions, without the fear of 

punitive consequences. 

 

Table 3: Key Performance Indicators Pre- and Post-SRE Adoption 

KPI Pre-SRE Adoption Post-SRE Adoption % Change 

Incident Resolution Time (hrs) 4.5 3.2 -30% 

System Uptime (%) 98.5 99.6 +15% 

Team Productivity (tasks/week) 50 63 +25% 
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5.3 Cross-Analysis 

To further explore how organizational culture 

affects the success of SRE implementation, cross-

sectional comparisons were conducted between 

organizations with different cultural archetypes, 

such as hierarchical versus collaborative cultures. 

Hierarchical vs. Collaborative Cultures: 

Organizations with collaborative cultures saw 

quicker and more effective integration of SRE 

practices. These companies had a foundation of 

trust and communication, which facilitated the 

adoption of SRE principles such as team autonomy 

and incident transparency. In contrast, 

organizations with hierarchical cultures faced 

more resistance. The centralized decision-making 

structure in these organizations slowed down the 

adoption process, and teams were initially reluctant 

to take on new responsibilities related to uptime 

and incident management. 

Interestingly, some hierarchical organizations did 

eventually adopt SRE, but they had to undergo 

significant leadership changes. In one instance, a 

traditional bank embraced SRE after a restructuring 

that introduced more flexible, cross-functional 

teams. Over time, this change led to improved 

collaboration and efficiency, albeit at a slower pace 

compared to more collaborative organizations. 

Unexpected Findings: 

One unexpected finding was the level of cultural 

resistance in certain teams, even within generally 

progressive organizations. Some teams, particularly 

those with a long history of success, were initially 

reluctant to adopt the data-driven, failure-tolerant 

mindset required by SRE. These teams experienced 

initial setbacks as they struggled to reconcile SRE’s 

focus on failure with their ingrained cultural norms 

of perfectionism and risk aversion. 

Another surprising observation was that leadership 

commitment was not always a decisive factor in 

the success of SRE adoption. While leadership 

endorsement was essential, it was the grassroots 

buy-in from operational teams that made the most 

significant difference in cultural change. This 

finding emphasizes the importance of team 

autonomy and trust as core components of 

successful SRE transformation. 

 

 

Figure 1: Cultural Resistance and Acceptance During SRE Adoption 

 

The figure illustrates the varying levels of cultural 

resistance and acceptance across different 

organizations during SRE adoption, showing how 

initial resistance gave way to cultural integration 

over time. 

 

6. Discussion 

6.1 Interpretation of Results 

The findings from this study underscore the 

profound impact of Site Reliability Engineering 

(SRE) adoption on organizational culture, 

particularly in fostering a performance-oriented 
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culture that simultaneously nurtures psychological 

safety and trust. The results suggest that SRE 

practices, which include continuous monitoring, 

blameless postmortems, and error budgets, shift 

organizational values toward a stronger focus on 

system reliability while also emphasizing the 

importance of learning from failure rather than 

attributing blame. This shift is critical as it strikes a 

balance between high performance—ensuring that 

systems meet reliability goals—and creating a 

psychologically safe environment where team 

members feel comfortable voicing concerns, 

admitting mistakes, and proposing innovative 

solutions without fear of retribution. 

The correlation between cultural transformation 

and SRE practices demonstrates a feedback loop: 

as organizations adopt SRE, cultural shifts in 

autonomy, collaboration, and failure tolerance 

drive further adoption of SRE principles. The 

iterative process of continuous feedback inherent in 

SRE creates an environment where performance 

metrics are constantly reviewed and refined, further 

embedding a culture of data-driven decision-

making. As the culture becomes more accepting of 

failure as a learning opportunity, teams are 

empowered to push boundaries, innovate, and 

optimize system performance, reinforcing the cycle 

of improvement. This dynamic interaction between 

culture and SRE practices strengthens the overall 

adoption process, making it a self-reinforcing loop 

that sustains long-term transformation. 

The results also highlight the importance of 

leadership in managing this transformation. 

Leaders who embrace and model the cultural 

changes required for successful SRE adoption can 

accelerate the process and ensure that the cultural 

shifts are deeply integrated into the organizational 

fabric. Leadership support for psychological safety, 

continuous learning, and cross-functional 

collaboration is crucial in mitigating potential 

resistance to SRE practices and aligning teams with 

the overall goals of the organization. 

6.2 Practical Implications 

The practical implications of this study are 

significant for organizations looking to implement 

SRE practices and drive cultural change in parallel. 

To manage this change effectively, organizations 

must focus on fostering a culture of trust, 

collaboration, and psychological safety. Below 

are some actionable strategies: 

1. Fostering Trust: Building trust within 

and between teams is a cornerstone of SRE 

adoption. Leaders must actively work to establish 

trust by encouraging open communication, 

supporting blameless postmortems, and promoting 

transparency in decision-making. Regular 

retrospectives and open discussions about failures 

are vital for helping teams learn from incidents and 

continuously improve their systems. 

2. Promoting Collaboration: Collaboration 

is essential for the success of SRE. Organizations 

should break down silos between development and 

operations teams and encourage shared 

responsibility for system reliability. Teams should 

be empowered to make decisions and take 

ownership of their work, which will not only drive 

performance improvements but also help cultivate a 

sense of team autonomy. 

3. Creating Blame-Free Environments: 

One of the fundamental cultural shifts associated 

with SRE is the move away from a blame-oriented 

culture to a learning-oriented culture. By making 

failure a source of learning rather than punishment, 

organizations can reduce fear and anxiety among 

team members. Encouraging openness and 

fostering a safe space for discussions around 

incidents is essential in this regard. 

4. Leadership Practices: Leadership plays a 

critical role in driving cultural transformation 

during SRE adoption. Leaders should model 

behaviors that align with the values of SRE, such as 

promoting psychological safety, embracing 

continuous improvement, and reinforcing the 

importance of system reliability. Additionally, 

leadership should provide clear guidance and 

support to teams during the transition, 

acknowledging the challenges and providing the 

resources needed for success. 

To mitigate resistance, leadership should engage 

with teams early on, communicate the benefits of 

SRE, and demonstrate a commitment to supporting 

the cultural and technical shifts required. Leaders 

must also address any fears or misconceptions 

surrounding failure and performance by reinforcing 

the idea that SRE practices will help the 

organization achieve both reliability and 

innovation. 
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6.3 Limitations of the Study 

While this study provides valuable insights into the 

cultural impacts of SRE adoption, it is important to 

acknowledge its limitations: 

1. Biases in Self-Reporting: One limitation 

of the qualitative data, particularly from interviews 

and surveys, is the potential for self-reporting 

bias. Participants may have overestimated the 

success of SRE adoption or underreported 

challenges they faced, particularly if they felt 

pressure to present positive results. To address this, 

future research could include objective data sources 

such as performance metrics or external 

observations to complement self-reported findings. 

2. Measuring Intangible Cultural Shifts: 

Cultural shifts, such as changes in trust, 

psychological safety, and collaboration, are 

inherently intangible and difficult to quantify. 

While this study used established scales for 

measuring these dimensions, there may still be 

challenges in fully capturing the depth of these 

changes. A more comprehensive ethnographic 

approach, including long-term observational 

studies, could provide a deeper understanding of 

the evolving culture. 

3. Organizational Resistance to Change: 

Resistance to cultural change is a common 

challenge in organizational transformations, and 

this study encountered some instances of 

resistance, particularly in hierarchical 

organizations. The study found that leadership 

buy-in and team readiness for change played a 

significant role in overcoming resistance. However, 

the study’s limited scope and sample size mean that 

it may not fully capture the nuances of resistance in 

different organizational contexts. Future research 

should explore how cultural readiness influences 

SRE adoption in greater detail and across a broader 

range of industries. 

4. Generality of Findings: Although the 

findings of this study offer valuable insights, they 

are based on a limited number of case studies and 

organizations. The results may not fully reflect the 

experiences of all organizations adopting SRE, 

particularly those in industries that have unique 

operational challenges (e.g., healthcare or finance). 

Expanding the scope of research to include more 

diverse industries and organizational structures 

would help validate the generalizability of the 

findings. 

This paper provides a comprehensive analysis of 

how SRE adoption drives cultural transformation 

within organizations. The integration of SRE 

practices promotes cultural shifts toward autonomy, 

trust, collaboration, and a healthy approach to 

failure, which in turn enhances organizational 

performance. Practical strategies for managing this 

transformation emphasize the need for strong 

leadership, open communication, and a 

commitment to continuous improvement. While the 

study offers valuable insights, future research 

should address its limitations, including potential 

biases and the challenges of measuring intangible 

cultural changes. Ultimately, SRE adoption is not 

only about improving technical reliability but also 

about fostering a cultural environment that supports 

learning, collaboration, and innovation. 

7. Conclusion 

7.1 Summary of Key Findings 

The findings of this research highlight the 

significant impact of Site Reliability Engineering 

(SRE) adoption on organizational culture. The 

transition from traditional hierarchical and control-

based models to more collaborative and 

autonomous cultures is a central theme that 

emerged from the study. SRE practices such as 

blameless postmortems, continuous feedback 

loops, and error budgets encourage teams to work 

more closely together, share responsibility for 

system reliability, and embrace failure as a learning 

opportunity. This shift fosters an environment 

where team autonomy and cross-functional 

collaboration are prioritized over rigid structures 

and top-down decision-making. 

In addition to transforming operational practices, 

the adoption of SRE leads to a redefinition of trust 

and psychological safety within teams. By 

removing the fear of blame and promoting 

transparency, SRE cultivates a culture where open 

communication, learning from mistakes, and 

continuous improvement become core values. This 

cultural evolution is essential for the long-term 

success of SRE adoption, as it not only enhances 

technical performance but also strengthens team 

dynamics and organizational resilience. 

The study reinforces the notion that SRE is not just 

a technical framework but a transformative 

cultural force that reshapes how organizations 

approach both operational reliability and human 

collaboration. By aligning organizational culture 
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with the principles of SRE, companies can foster an 

environment conducive to innovation, high 

performance, and continuous learning. 

7.2 Future Research Directions 

While this study provides valuable insights into the 

cultural implications of SRE adoption, several 

avenues for future research can further expand our 

understanding of the long-term effects and cultural 

nuances associated with SRE practices. 

1. Cross-Cultural Studies: Future research 

could explore cross-cultural differences in SRE 

adoption, particularly between Eastern and Western 

organizations. Cultural backgrounds may influence 

how teams approach collaboration, failure, and 

autonomy, potentially affecting how SRE 

principles are integrated and accepted. 

Understanding these cultural variations could 

provide valuable insights for multinational 

organizations looking to implement SRE across 

diverse teams. For example, organizations in 

cultures with high uncertainty avoidance may 

initially resist SRE’s emphasis on risk tolerance 

and failure, whereas those with a strong emphasis 

on individualism may embrace the autonomy 

provided by SRE. 

2. Longitudinal Research on Long-Term 

Effects: Another important area for future research 

is the long-term impact of SRE on organizational 

culture. While this study provides insights into the 

immediate and short-term cultural shifts associated 

with SRE adoption, longitudinal research could 

track the sustained effects of these shifts over 

several years. Examining how cultural changes 

evolve as SRE practices mature within 

organizations would offer a deeper understanding 

of the sustainability of these transformations and 

whether the positive effects of SRE adoption 

endure over time or plateau. 

3. Impact on Organizational Innovation: 

Further research could also focus on how SRE 

adoption influences organizational innovation. As 

SRE practices encourage experimentation and 

learning from failure, it would be valuable to 

explore how this translates into increased 

innovation within teams. Investigating whether 

SRE adoption fosters a more innovative culture—

especially in terms of problem-solving, product 

development, and service delivery—would add 

depth to the understanding of SRE’s role in broader 

organizational outcomes. 

7.3 Final Thoughts 

The broader implications of cultural shifts in 

technology adoption, as seen through the lens of 

SRE, are profound. This research highlights that 

adopting frameworks like SRE can be 

transformative not only for improving system 

reliability but also for reshaping the way teams 

collaborate, innovate, and function as cohesive 

units. By integrating cultural change with technical 

practices, organizations can move beyond 

traditional, siloed approaches to IT management 

and foster a culture that values collaboration, 

continuous learning, and a balanced approach to 

risk-taking. 

In the ever-evolving landscape of digital 

transformation, SRE provides organizations with a 

powerful tool to enhance both their technical 

capabilities and organizational dynamics. It offers a 

roadmap for creating a culture that aligns with the 

demands of modern, high-performing teams. As 

organizations increasingly rely on automation, 

real-time decision-making, and cross-functional 

teamwork, SRE provides the necessary framework 

to achieve these goals while ensuring that the 

human elements of trust, collaboration, and 

psychological safety remain intact. 

Ultimately, the adoption of SRE serves as a 

reminder that technological change is not just 

about tools and processes—it is about creating an 

environment that empowers people to work 

together effectively, take risks, learn from their 

failures, and continuously strive for improvement. 

By embracing the cultural shifts that come with 

SRE, organizations are better positioned to thrive in 

an increasingly complex and fast-paced digital 

world. 
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